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ABSTRACT

The present study examined the effects of sex (male or female),
rank (instructor, assistant professor, associate professor, or pro
fessor) , and age (a covariable) on the overall job satisfaction of 167
black faculty members in a large predominantly black university.

The

hypotheses investigated were that (1) male faculty members would have
more overall job satisfaction than female faculty members, (2) overall
job satisfaction would increase with age, and (3) job satisfaction
would increase with rank.

Although predictions were not made for the

specific aspects of job satisfaction (work, pay, promotion, co-workers,
supervision), analyses were performed for each aspect with regard to
the independent variables.

Moreover, the investigation included the

influence of life history variables on job satisfaction and a descrip
tion of the black faculty members.
The hypotheses Xtfere not supported by the data.

However, several

findings regarding the various aspects of job satisfaction were signifi
cant.

Males were found to be significantly more satisfied with the work

itself than females.

The data indicated that satisfaction with promo

tion increases with rank and that satisfaction with pay increases with
age.

An interesting finding was that faculty members who were born and

reared in the south were more satisfied with supervision than faculty
members who were born and reared in other regions of the country.
vii

The

results also supported the contention that the choice of a new career,
if one could again start over, is a useful indicator of job dissatisfac
tion.

Faculty members who would choose a different career were less

satisfied with their work, pay, promotion, and overall job satisfaction
than those faculty members who would again choose teaching as a career.
The data indicated that the black faculty members in this study
were a select and competent group who were mainly interested in teach
ing black youths.

They were dissatisfied with the performance of their

students, but refused to lower their grading scales.

They use their

time to counsel with students about personal problems and are satisfied
with this expenditure of time.
Finally, some suggestions for the future research were presented.
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INTRODUCTION

Job satisfaction has been defined as "a pleasurable or positive
emotional state resulting from the appraisal of one's job experiences"
(Locke, 1976, p. 1300).

A considerable amount of research (e.g.,

Hoppock, 1935; Herzberg, Mausner, Snyderman, 1959; Friedlander, 1964)
has been concerned with job satifaction.

The recently published

Handbook of Industrial and Organizational Psychology (Dunnette, 1976)
devotes an entire chapter to this topic.

Bass and Barrett (1975)

indicate two reasons underlying the practical need for job satisfaction
research.

They are:

1) social critics asking society to pay more

attention to individuals and their feelings and 2) increasing awareness
of managers that satisfied workers are needed since jobs are changing,
requiring greater employee discretion and responsibility.
notes that job satisfaction data give

Also, Locke

employers an idea as to how jobs

may be enlarged to make them more satisfying.
Previous research has investigated job satisfaction among dif
ferent work groups (clerical workers, engineers, accountants).

Although

research has included white collar workers, the area of academic per
sonnel has been largely neglected.

Moreover, there appears to be little

research Involving job satisfaction of blacks in predominantly black
institutions of higher learning.

Thus, the present research is con

cerned with some of the aspects of job satisfaction among academic
personnel in a black institution.

Before describing the present study,

some of the relevant job satisfaction theory and research will be
presented.

Theories of Job Satisfaction

A substantial number of theories have been postulated to explain
job satisfaction.

Among the most widely cited theories are Herzberg's

two-factor theory, Maslow's need-hierarchy theory, Adam's equity theory,
and Vroom's valence-instrumentality-expectancy theory.

Below is a

description and an evaluation of each theory.

Herzberg's Two-Factor Theory
The motivator-hygiene theory is an important theory in the area
of job satisfaction.

The foundation of the theory rests upon the

results of a study involving 200 accountants and engineers (Herzberg,
et al. , 1959).

The researchers used the "critical incidents" method

in which subjects were asked to describe times when they felt especi
ally satisfied and times when they felt especially dissatisfied with
their jobs.

The. results Indicated two categories of factors.

One category included incidents involving work itself, advance
ment, achievement, recognition, and responsibility.

These factors

were mentioned significantly more often as sources of job satisfaction
than as sources of job dissatisfaction.
have been designated "intrinsic" factors.
the work itself.

These job-related factors
They relate to the nature of

The other category included incidents involving

supervision, interpersonal relations, working conditions, company poli
cies and salary.

These factors were mentioned significantly more often

as sources of dissatisfaction than as sources of job satisfaction.

These environment-related factors have been named "extrinsic" factors.
They relate to the physical and psychological environment in which the
work is done.
Herzberg further postulated that "motivators" or "intrinsic"
factors and "hygienes" or "extrinsic" factors reflect two different
need systems.

The motivators reflect man's higher order need to grow

and self-actualize.

These needs would be satisfied by such things as

the stimulation provided by job duties and responsibility attached to
the job.

Hygienes, on the other hand, satisfy man's lower needs to

avoid pain or tension.

These needs are satisfied by such things as

co-workers, supervisors, working conditions, and company policy
(Herzberg, et al., 1959).
While Herzberg has provided evidence for his theory with re
search data collected from various work populations, other research
(Friedlander, 1964; Wernimont, 1966; Schneider and Locke, 1971) indi
cates contradictions.

Some criticisms of the two-factor theory include

the research method, disagreement with the mind-body dichotomy, uni- .
directional operation of needs, and defensiveness on the part of the
subjects.

Investigations using research techniques other than the

"critical incident" method have found

different results from those of

Herzberg (Friedlander, 1964; Schneider and Locke, 1971).

In these

studies, results indicated that extrinsic factors were not only deter
minants of dissatisfaction but also of satisfaction and intrinsic
factors were not only determinants of job satisfaction but also dis
satisfaction.

Therefore, extrinsic and intrinsic factors can be

sources of both job satisfaction and job dissatisfaction.

Moreover,

the research indicates that subjects may be responding defensively by
attributing satisfying events to their own efforts and dissatisfying
events to the employer or to other people (Vroom, 1964; Wernimont,
1966).

In general, one can conclude that Herzberg’s major contribution

to the area of job satisfaction is that he stressed the importance of
psychological growth as a precondition of job satisfaction and that
such growth stems from the work itself (locke, 1976).

Haslow’s Need-Hierarchy Theory
Maslow's (1954) need hierarchy theory states that man is a
wanting being and has five categories of needs.

These are:

1) physio

logical needs such as food, water, and sleep; 2) safety needs which
refer to freedom from physical threats and economic security; 3) belong
ingness which includes the desire to be accepted by others; 4) esteem
needs which refer to individual mastery and achievement and for the
recognition and approval of others; and 5) self-actualization which is
"the desire to become more and more what one is, to become everything
that one is capable of becoming" (Maslow, 1954, pp. 91-92).
Furthermore, these needs are hlerarchially arranged in that
lower level needs are more dominant and must be satisfied before higher
level needs assume importance.
is not satisfied.

A need motivates behavior only when it

According to Maslow, physiological needs take preced

ence over all of the other needs.

Once these physiological needs are

satisfied they no longer motivate behavior.

Then, the next level of

needs become dominant and act as a source of motivation.
In industrial settings, lower level needs (physiological, safety,

belonging) are usually satisfied by the employee's job.

However, in

many working situations, the employee rarely has an opportunity to
satisfy higher level needs (esteem and self-actualization),

Conse

quently, the worker has little motivation to work (Siegel and Lane,
1974).
Maslow's theory has been widely accepted in management circles.
However, the research evidence indicates some inconsistencies with the
need hierarchy theory.

Landy and Trumbo (1976) note that most of the

research investigating Maslow's model employed the cross-sectional
approach.

Only a few studies include longitudinal data.

When the

longitudinal approach was utilized, the data (Hall and Nougaim, 1968;
Lawler and Suttle, 1972) contradicted Maslow's model.

These studies

did not support Maslow's contention that satisfied needs are not
sources of motivation and that there are precisely five categories of
needs.

Equity Theory
Equity theory (Adams, 1965) asserts that individuals form a
ratio of their inputs in a given situation to their outcomes in that
situation.
etc.

Outcomes refer to factors such as pay, fringe benefits,

Inputs include education, experience, skills, etc.

The worker

compares his ratio of outcomes to inputs with those of significant
others in a similar situation.

If the value of the ratio equals that

of the significant other, the situation Is perceived as an equitable
one.

On the other hand, if the situation is perceived as inequitable,

tension arises.
tension.

In so doing, the individual is motivated to reduce the

Equity theory postulates that job dissatisfaction arises in
inequitable situations.

If the inequity is due to overcompensation,

the individual is likely to feel guilty.

If the inequity, on the other

hand, is due to undercompensation, the individual is more likely to
feel anger and resentment.
Equity can be restored in a variety of ways.
tings some alternatives are:

In industrial set

1) increase or decrease personal inputs,

especially effort; 2) psychologically distort personal inputs or out
comes for self or for comparison person; 3) select a different compari
son person.
A controversial aspect of equity theory revolves around the pre
diction that an employee will restrict or reduce his earnings if he
perceives himself to be overcompensated.

Generally, the findings

indicate that equity predictions hold up fairly well in the underpay
ment conditions but not so well in the overpayment and piece rate
conditions (Vroom, 1964).

Valence-Instrumentality-Expectancy Theory
Vroom (1964) postulated several hypotheses with regard to the
valence-instrumentality-expectancy (VIE) theory.

Valence refers to

the attracting or repelling properties of psychological objects in the
environment.

In most situation money would have a positive valence,

whereas, dangerous working conditions would have a negative valence.
Instrumentality refers to the relationship between several outcomes
which have varying preferences and valences.

Instrumentality answers

the questions "What's in it for me?" (Landy and Trumbo, 1976, p. 304).

For example, a person evaluates the attractiveness of a potential out
come (e.g., a new job) on the basis of his perception of the relation
ship between that outcome and other outcomes which are available (more
money and longer traveling time).

Thus, an instrumental relationship

exists between the first outcome, a new job, and the second outcome,
more money.

This relationship answers the question "Is the new job

Instrumental in providing me with money, an outcome I value?"

Expect

ancy, is the probability of receiving a particular outcome.
Combined, these three components form the basis of the VIE
theory.

According to Vroom (1964), individuals ask themselves whether

or not 1) the action has a high probability of leading to an outcome
(expectancy); 2) that outcome will yield other outcomes (instrument
ality) ; and 3) those other outcomes are valued (valence).

VIE theory

provides some Insight into the idiosyncratic nature of motivation.
The cognitive component of instrumentality theory takes into
consideration the specific reasons for a worker expending effort to
perform certain actions which is a positive aspect of the theory.

On

the other hand, instrumentality theory fails to account for individual
differences in the importance of rewards. A reward may be valued
highly by one individual, but not by another (Landy and Trumbo, 1976).

Intrinsic and Extrinsic Factors

A tremendous amount of research has been concerned with the
importance of intrinsic and extrinsic factors in work motivation.

The

distinction between intrinsic and extrinsic aspects of work motivation
stems from Herzberg, et al.'s (1959) research.

Intrinsic Factors
The intrinsic factors most relevant to the present research are
work, promotion, and recognition.
Work.

There are several work attributes that have been found

to be related to work interest and satisfaction (Locke, 1976).

They

include the opportunity to use one's valued skills and abilities,
opportunity for new learning, creativity, variety, difficulty, amount
r

of work, responsibility, non-arbitrary pressure for performance, con
trol over work methods and work pace (autonomy), job enrichment (which
involves increasing responsibility and control) and complexity.
One factor underlying some of the above attributes is "mental
challenge" (Barnowe, Mangione, and Quinn, 1972).

If a person is chal

lenged mentally It lessens the probability of becoming bored (Wyatt,
Langdon, and Stock, 1937) and increases interest and involvement
(Ford, 1969).

On the other hand, if the challenge is too great so that

the individual cannot cope with it, then it can also be a source of
frustration (Atkinson and Feather, 1966).

Furthermore, the individual

must perceive improvement (Hilgard, 1942), progress (Locke, Cartledge
and Kneer, 1970) or success (Herzberg, 1966) for work to be satisfying.
A second underlying factor of work satisfaction is that the
individual needs to find the work itself personally interesting and
meaningful (Herzberg, 1959).

This means that a person should choose

the line of work because he likes it, not because someone else told him
to like it, or because he is trying to prove something (Locke, 1976).
A third precondition of work satisfaction is the absence of
physical strain.

Research indicates that reduced physical effort was

a main source of satisfaction for a group of English workers who were
transferred from a preautomated to an automated steel plant (Locke,
1976).
Even though the bulk of research indicates that challenging work
is an important source of job satisfaction, the results of Hulin (1971)
and Hulin and Blood (1968) indicate that not all employees value,
desire, or seek mentally challenging work.

There are some individuals

who work only to earn money or to keep busy (Locke, 1976).
Promotions.

Satisfaction with promotions is partially a func

tion of the frequency of promotion in relation to what is desired and
the importance of promotion to the individual.

However, this does not

include all of the factors involved regarding satisfaction with promo
tions (Locke, 1976).
On one hand, it is possible that an employee could consider the
promotion system in his company as fair and yet be dissatisfied with
his chance for promotion because there were none.

The employee’s value

standard would depend upon his personal ambitions and career aspira
tions.

On the other hand, it is conceivable that an employee might

view the promotion system in his firm as unfair and still be satisfied
with it because he has no desire to be promoted.

This is due to the

possibility that a promotion could mean more responsibility and work
difficulty and possibly a change in location.

Rather than make these

changes, the employee might prefer to remain at his present position
(Bray, Campbell, and Grant, 1974).
Individual differences exist with regard to promotion.

In our

society, business executives place more importance on promotions than

10

any other occupational group (Bray, ^t al., 1974).

It has been sug

gested that promotions are important to business executives because of
their high degree of personal ambition.
Some underlying factors which influence the desire for promo
tions are:

the desire for psychological growth, the desire for

justice, the desire for higher earnings, and the desire for social
status (Locke, 1976).
Recognition.

Recognition is a factor that has been found to be

one of the most frequently mentioned sources of satisfactions (Herzberg,
et al., 1959).

Employees like being given credit when it is deserving.

Similarly, most employees dislike being criticized or not getting
credit for their accomplishments (Locke, 1976).

Furthermore, recogni

tion provides feedback concerning the competence of one's job perform
ance.

It lets the employee know that he has done his job according to

expectations.

Consequently, the recognition factor is an important

aspect of job satisfaction.

Extrinsic Factors
Following is a brief review of research on some extrinsic
aspects of job satisfaction.

These include pay, supervision, and

people.
Pay.

In Lawler's (1971) review of the literature on pay satis

faction, it was concluded that employees rank pay as the most important
determinant of job satisfaction in about 30 percent of the studies
involved.

Employees often rate factors related to ego satisfaction and

personal recognition as more important than salary (Herzberg, et al.,
1959) .

11

Although the amount of pay has not been found to be the most
Important determinant of job satisfaction in the majority of research,
there are some exceptions.

For instance, Locke (1976) reports an

investigation which suggests that blue collar employees who chose to
work in large organizations (e.g., 3,000 or more) are motivated mainly
by economic considerations, while those who choose to work in smaller
firms (less than seventy) are more attracted by work variety and the
informal relationships than by monetary considerations.

Thus, pay

cannot be regarded as the most important incentive for all employees
(Siegel and Lane, 1974).
It would be in error to disregard pay as totally unrelated to
job satisfaction.

Rather, once the employee surpasses some minimum

income, his feelings about the job tend to reflect the extent to which
it satisfies certain of his socially derived needs (Siegel and Lane,
1974).'
Supervision.

A significant finding in the Hawthorne studies

(1939) was that the kind of supervision used in the organization had
an effect upon employees' job satisfaction.

For instance, a change in

employees' attitudes occurred by developing cooperation between workers
and supervisors (Roethlisberger and Dickson, 1939),

Moreover, the data

indicate that subordinates like supervisors who are "considerate"
(Vroom, 1964) and "employee centered" (Likert, 1961).

Both of these

terms have similar meanings and refer to such supervisory traits or
actions as friendliness, praising good performance, listening to sub
ordinates' opinions, and taking a personal interest in them (Fleishman,
1972).

Thus, there is a general consensus that supervision does

12

influence employees job satisfaction.
People. This dimension of job satisfaction refers to verbaliza
tions between the employee and either his superior, subordinate, or
peers.

There are basically two kinds of interpersonal relationships

which can be formed; social and sociotechnical (Herzberg, et al., 1959).
A sociotechnical relationship arises when people interact in the per
formance of their jobs.

Employees should like co-workers who help them

with their work tasks, or help them to achieve some common goal, and
who facilitates their getting rewards (Locke, 1976).

A purely social

relationship is one that may form within working hours and on the
premises of works, but independent of the activities of the job (Herz
berg, et_al., 1959).

Other people are important for job satisfaction

since the research indicate that workers prefer jobs that permit inter
action and are more likely to quit jobs that prevent congenial peer
relationships (Work in America, 1973).

The Measurement of Job Satisfaction

Job satisfaction can be measured in a variety of ways.

Among

these are rating scales, interviews, action-tendency scales, and the
critical incident method.

Rating Scales
The most frequently used measure of job attitudes is the rating
scale.

Rating scales use several formats Including the Likert scale,

Thurstone-type scale, and a list of adjectives requiring a "yes," "no,"
or "?" response.

The Job Description Index (JDI) (Smith, Kendall, and

Hulin, 1969), which uses the latter format, is considered the most valid

13

measure of job satisfaction (Vroom, 1964).

The JDI consists of five

scales pertaining to work, pay, promotions, people, and supervision.
A major problem inherent in rating scales, including the JDI, is the
combination of items which are both descriptive (I work long hours) and
evaluative (My work is boring) in nature (Locke, 1976).

Interviews
This measure of job attitudes is not used as frequently as
rating scales for several reasons.

These include:

subjectiveness;

disagreement among interviewers; and more time is required.
Locke (1976) notes the advantages of this method:

However,

the meaning of the

responses can be determined; contradictions can be explained or cor
rected; individuals with poor self insight can be assessed more accu
rately; misinterpretations of the items can be corrected, etc.
over, interviews can be more in depth than questionnaires.

More

Some of

the problems with interviews are potentially solveable by training and
structuring.

Critical Incidents
This method was crucial to Herzberg, et al. *s (1959) research.
It measures the qualitative rather than the quantitative aspect of job
satisfaction.

Workers are asked to think of a time when they were the

most dissatisfied and another time when they were the most satisfied
with their jobs.

The critical incident method focuses on the sources

of job satisfaction rather than on how much satisfaction or dissatis
faction individuals have experienced.

Locke (1976) notes that an

advantage of the critical Incident is that it is much less cognitively

14

demanding on the employee than using rating scales.

Action-Tendency Scales
The action-tendency approach to measuring job satisfaction
requires the individual to describe how he feels like acting with
regard to his job.
are:

Some examples of items on the action-tendency scale

"Do you ever feel like working right through lunch break?" or

"Do you ever feel like just walking out on this job for good?"

Locke

(1976) indicates some advantages of action-tendency scales in compari
son to rating scales.

Action-tendency scales require less self-

knowledge than items which quantifies satisfaction.

For example, an

individual does not have to ask himself to what degree he feels like
doing something.

Rather, the subject only has to tell how he actually

feels.

Consequences of Job Satisfaction

A considerable amount of research has investigated the effects
of job satisfaction or job dissatisfaction on other variables.

Some of

these variables include performance, absenteeism, and turnover.

Performance
Contrary to expectations, the research indicates no consistent
relationship between satisfaction and performance.

It was generally

assumed that satisfied workers would be better performers than dissatis
fied workers.

However, in two major reviews of the literature (Bray-

field and Crockett, 1955; Vroom, 1964) the findings suggest a positive,
but low correlation between performance and job satisfaction.

15

Consequently, Lawler and Porter 0 -967) proposed a different model in
which they asserted that the causal connection between performance and
job satisfaction is the opposite of that previously proposed.

Accord

ing to Lawler and Porter (1967), performance causes satisfaction rather
than the other way around.

This causal connection is contingent upon

employees' perception that intrinsic and extrinsic rewards are associ
ated with superior performance.

When performance leads to intrinsic

>

and extrinsic rewards, and these lead in turn to higher job satisfac
tion, performance and satisfaction will be positively correlated with
each other.

However, the studies investigating the Lawler-Porter model

have provided conflicting evidence.

Several studies show support for

the model (Cherrington, Reitz, and Scott, 1971; Greene, 1973) while
other studies do not (Pritchard, 1973; Sheridan and Slocum, 1975).
Thus, the contradictions existing in both models indicate the lack of a
strong relationship between satisfaction and performance.

Atsenteeism
Generally, the data (Van Zelst and Kerr, 1953; Harding and
Bottenberg, 1961) indicate a negative relationship between job satis
faction and absenteeism.

On the other hand, some investigations (Bem-

berg, 1952; Vroom, 1953) have found zero or very low positive correla
tions between job satisfaction and absenteeism.

Kerr, Koppelmeir, and

Sullivan (1951) suggest that the kind of absence measure used greatly
affects the size and direction of the relationships obtained with job
satisfaction.

They found job satisfaction to correlate .51 with total

absenteeism and -.44 with unexcused absenteeism.

These results indi

cate that the negative relationship between employee attitudes and
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absenteeism is more substantial when frequency of absence was used
rather than a count of actual days lost.

Thus, researchers should

distinguish between absenteeism resulting from illness as opposed to
absenteeism as a consequence of irregular attendance pattern.

Turnover
In Vroom's (1964) review of the literature seven studies were
found dealing with the satisfaction-turnover relationship.

The find

ings (Weitz and Uuckols, 1953; Webb and Hollander, 1956; Libo, 1963)
clearly indicate that dissatisfied workers leave their jobs more often
than satisfied workers.

This relationship exists when both individual

scores of job satisfaction are used and when mean scores of job satis
faction for organizational units are correlated with turnover rates for
these units.

Personal Characteristics

Besides the intrinsic and extrinsic aspects of job satisfaction,
research has also focused on personal characteristics which affect job
satisfaction.

The personal characteristics included In this research

are race, sex, age, and rank.

Race
Several studies (Bloom and Barry, 1967; Slocum and Strawser,
1972) have been concerned with the effect of racial differences on job
satisfaction.

The results tend to indicate that generally blacks are

less satisfied with their jobs than whites and that blacks are con
cerned with different aspects of their jobs than whites (O'Reilly, III

and Roberts, 1973; Weaver, 1974, 1973).

Blacks tend to be more con

cerned with extrinsic factors such as salary and security while whites
tend to be more concerned with intrinsic factors such as work itself
and achievement (Bloom and Barry, 1967; Arvey and Mussio, 1974; Shapiro,
1977).

The concern blacks have for salary may result from their failure

to share in the American Dream (Bloom and Barry, 1967).

This is veri

fied by statistics which indicate proportionately fewer blacks in the
labor force and of these proportionately more in the lower and less
desirable categories.

Further, the fact that blacks identify extrinsic

factors as sources of satisfaction may be an indication that they have
come to compromise with their situation and are maintaining a mentally
healthy outlook on their environment (Landy and Trumbo, 1976).

This

assumption seems reasonable since few blacks have jobs which provide
them with intrinsic rewards such as responsibility and challenge.
There is also evidence that when people feel alienated because of dis
criminatory practices in the society, these practices will have nega
tive consequences for job satisfaction (Orpen, 1975).
Using newly hired college graduates as subjects, Alper (1975)
found both black and white employees to rate factors related to higher
order needs as being more important than factors related to lower order
needs.

However, blacks consistently rated extrinsic factors higher

than whites rated them.
In the Work in America (1973) report, several important findings
were noted with regard to minority workers:

1) the most dissatisfied

group of American workers was found among young black (under 20 years
old) people in white-collar jobs; and 2) unlike whites, satisfaction
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does not Increase for blacks until their incomes surpass $10,000 a
year.

Minority workers were similar to whites in that they both are

dissatisfied with meaningless, routine, and authoritarian work tasks
i

and environments.

Thus, there are important job satisfaction differ

ences between black and white workers.

Sex
There are inconsistent findings concerning the sex variable and
job satisfaction.

Manhardt (1972) reports long-range career objectives

to be significantly more important for men than for women.

Women, on

the other hand, were more interested in comfortable working conditions
and interpersonal relations than men.

There were no differences between

men and women concerning the importance of intrinsic factors such as
autonomy.

Other research (Centers and Bugental, 1966) indicates that

men were more prone to value the chance to use their skill or talent in
a job than were women.

Half of the female respondents mentioned good

co-workers as important to them, whereas only about a third of the male
respondents mentioned it.

These results conflict with earlier findings

(Burke, 1966; Saleh and Lalljee, 1969) that there were no differences
between men and women in the importance of intrinsic and extrinsic
factors.
In the Survey of Working Conditions (Work in America, 1973) the
results indicate women derive the same satisfaction as do men from the
intrinsic rewards of work (when they are available).

However, the

Survey also indicates that women are nearly twice as likely as men to
express negative attitudes toward their present jobs.

The major cause

of their dissatisfaction seems to be the discrepancy between women's
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high expectations about work and the actual low social and economic
statuses of their jobs.
An investigation (Mayfield and Nash, 1976) of female professors
indicates that 32 percent had experienced discrimination in salary,
25 percent had experienced discrimination in status accorded them, and
25 percent indicated that higher standards of performance were required
of them than of their male colleagues.

The results suggest that the

area of most difficulty was with regard to the need to prove their
abilities before being accepted by male colleagues.

These findings

have been substantiated by other research (Haun, 1975; Benoit, 1976).
These investigations (Centers and Bugental, 1966; Burke, 1966;
Saleh and Lalljee, 1969; Manhardt, 1972; Work in America, 1973; Haun,
1975; Benoit, 1976) indicate that there is conflicting evidence con
cerning sex differences and overall satisfaction, as well as, sources
of satisfaction for males and females.

Age
Generally, the research (Hoppock, 1936; Morse, 1953; Herzberg,
£t al-, 1957) indicates that job satisfaction increases with age.
Siegel and Lane (197-4) attritute this relationship to a combination of
factors, including the termination of employment by dissatisfied older
personnel and resignation with advancing age to the realities of life
and the job.
There is some evidence (Herzberg, et al., 1957) that the rela
tionship between job satisfaction and age is not entirely linear.
Cross-sectional data indicate that job satisfaction is highest when an
individual first begins a job.

It begins to decline and remain at a
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relatively low level during the late twenties and early thirties.
Afterwards, satisfaction begins to continually increase up to the pre
retirement age of approximately sixty (Bass and Barrett, 1975).
Not only is there a difference in job satisfaction of younger
and older workers, but also a difference exists regarding the sources
of satisfaction.

Recent college graduates tend to be more concerned

with personal recognition and responsibility, whereas, older workers
are concerned with prestigious titles and money (Bass and Barrett,
1975).
Similarly, Yankelovich (1978) suggests the idea of a new breed
of workers who were b o m out of the social movements of the sixties
with different work related values from those of older workers.

For

Instance, work has less meaning to their life than it did to workers
in previous years, with leisure becoming increasingly more meaningful.
The new breed of workers identify less with their work and express
their individuality more.
Generally, the data indicate that job satisfaction increases
with age and that the sources of job satisfaction differ from young
and older workers.

Rank
Research has 3hown that the higher one’s level in an organiza
tion, the greater is job satisfaction (Herzberg, et al., 1959).

This

is not surprising since a number of other satisfaction-related job
factors are implied by higher levels; such as responsibility, money,
prestige, and more intrinsically rewarding work.

There is evidence

that at higher job levels, intrinsic job factors (work itself and the
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opportunity for self-expression) were more valued than at lower job
levels where extrinsic job characteristics (pay and security) assumed
more importance for the employee (Centers and Burgental, 1966).

Thus,

there appears to be a general consensus that job satisfaction increases
with job level.

Job Satisfaction of Teachers and University Professors

Past research with teachers in de facto segregated elementary
schools indicates that teachers in black schools view their jobs in a
less favorable light than those teachers in an integrated or predomi
nantly white school.

For instance, they felt to be in a disadvantage

ous position relative to teachers in predominantly white schools in
having more problem children, or wear and tear and less assurance of
the academic importance of their work (Spillane, 1967).

On the other

hand, compensations existed in that these teachers regarded their jobs
as more challenging and socially more significant in the sense that it
involved greater responsibility for and more involvement in the overall
social development of pupils.
Similar findings exist for teachers in de facto segregated high
schools.

Teachers in white high schools were more satisfied with their

jobs than teachers in black high schools.

This higher job satisfaction

was the result of significantly better teacher-student relations, high
er positive perceptions of students and the significantly higher
prestige of white high schools (Eubanks, 1977).
In the University of Michigan Survey of Working Conditions (Work
in America, 1973) subjects were asked if they had to start their
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careers over, would they choose similar work again.

Of all the occu

pational groups (e.g., mathematicians, lawyers, skilled auto workers)
included in the survey, urban university professors had the highest
percentage of members who would choose the same work again.

Ninety-

three percent of the university professors who participated in the
survey made that response.
Research has investigated the reasons for such a high degree of
job satisfaction among university faculty members (Eckert, Stecklein,
Sagen, 1958).

The results indicate that the major reasons given for

liking this field centered around the nature of the work that college
teachers do.

These include:

1) association with college-age students;

2) helping young people grow; 3) transmitting knowledge; and 4) working
and studying in one's own field.

It was noted that "college teaching

may be one of the last strongholds of the so-called 'rugged individual
ist,' affording a greater measure of autonomy than most other profes
sional and managerial jobs" (Eckert, Stecklein, Sagen, 1958, p. 523).
Investigations concerning job satisfaction of university per
sonnel have included the influence of perceived power of the chairman
on faculty satisfaction.

The results indicate that, the greater the

power of the chairman in the four insittutions surveyed, the greater
the professors' level of satisfaction.

The high correlation between

satisfaction and power of the chairman appears to be based on the
interpersonal ability and the contacts of the chairman (Hill and
French, 1967).
Although research Indicates that the highest level of job satis
faction exists among college professors in general, black professors in
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black colleges tend to be dissatisfied with their jobs (Thompson, 1960) .
Below are the reasons for the low morale among black faculty members in
predominantly black institutions of higher learning:
1)

Dissatisfaction with teaching as a career.

Teaching was a

logical alternative because of limited opportunities available to many
faculty members.
2)

Having to work and rear their children in segregated com

munities .
3)

Disappointment over the performance of their students.

4)

Lack of opportunity to carry on individual research or

creative scholarship.

This results from the fact that most colleges

simply do not allow teachers the time necessary for worthwhile research.
5)

Autocratic administration.

6)

Lack of academic freedom.

7)

Uncertainty about promotion policies.

8)

Low salaries.

9)

Lack of recognition and respect.

It will be interesting to determine whether changes have occur
red in this area of job satisfaction since 1955 when Thompson's data
were collected.

The Present Research

Black colleges have been the subject of recent controversies.
It has been suggested that black professors are not as satisfied as
their white counterparts (Thompson, 1960).

However, before any attempt

can be made to improve the job attitude of black college professors,

24

the administration must know if and to what degree job satisfaction or
dissatisfaction prevails.

In order to organize and execute specific

plans to improve the attitudes of faculty members, administrators need
information relating to the job satisfaction factors which are most
influential and then they must rate priorities of attention.
In a paper presented to the annual meeting of the California
Educational Research Association, Cohen (1973) stated that job satis
faction in higher education seems an important area of research and the
problem of imprecise dependent variables should not discourage the
researcher.

He added that an institution of higher learning with an

enthusiastic, personally-satisfied staff was more likely to enhance
student development than one with an apathetic faculty group of "timeservers going through the motions."
The present research is concerned with beginning to eliminate
the knowledge gap that exists with respect to job satisfaction of
faculty members at predominantly black universities.

Therefore, one

■purpose of the present research is to collect normative data classi
fied by rank, sex, and age on the black faculty at Southern University
with respect to their overall job satisfaction.

A second purpose is

to collect normative data classified by these same variables on the
following components of job satisfaction:
promotion, and people.

pay, work, supervision,

A third purpose is to determine the degree of

relationship between selected biographical data and overall job satis
faction.
Since this research is exploratory and normative in nature,
hypothesis testing is not a primary concern.

However, the following
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hypotheses will be tested:
1.

Based on the "Work in America" (1973) report, it was

hypothesized that male faculty members would have more overall job
p

satisfaction than female faculty members.
2.

Based on the work of Morse (1953), it was hypothesized

that overall job satisfaction would increase with age.
3.

Based on the work of Herzberg, et al. (1959), it was

hypothesized that job satisfaction would increase with rank.

METHOD
Sub jects
The subjects were faculty members at Southern University in Baton
Rouge, Louisiana.
were returned.

Four hundred questionnaires were distributed and 200

Of the 200 returned, 167 of the respondents were black,

21 were white, and 12 were in the Other category.'*'

Consequently, it was

decided to use only the black respondents in the study.

The mean ages

and number of respondents at each rank and sex are presented in Table 1.

Research Site
Southern University was chartered in 1880 by the General Assembly
of the State of Louisiana.

This was a consequence of a movement by

Pinckney B. B. Pinchback, T. T. Allain, and Henry Demas in 1879 to
establish an institution for the "education of persons of color."

The

first university structure was located in New Orleans.
The first degrees were granted in the area of education.

It was

not until 1940 that the colleges of Arts and- Sciences were department
alized.

In 1953 the Graduate School was established and, at the same

time, the divisions of Arts and Sciences, Business, and Home Economics
were upgraded to colleges.

Southern University in New Orleans and

Southern University in Shreveport were authorized in 1956 and 1964,
respectively.

^The n varies for each analysis because subjects were told that
every item did not have to be completed.
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TABLE 1

Subjects' Age, Rank, and Sex

Rank

Mean Age

Number

Professor

Male
Female

49.04
49.90

26
11

Associate
Professor

Male
Female

44.92
44.61

27
13

Assistant
Professor

Male
Female

41.67
41.41

28
35

Instructor

Male
Female

31.66
32.55

6
21
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In 1914 Southern University in New Orleans was closed by Legis
lative authorization.

On March 9 of the same year the "new" Southern

University was opened in Scotlandville, Louisiana.
Southern University has had four presidents:

Dr. Joseph S.

Clark, retiring in 1938; his son, Dr. Felton G. Clark, retiring in 1968;
Dr. G. Leon Netterville, Jr., who retired in 1975; and the current
president, Jesse Stone.
The facilities of the University are expanding concurrently with
the increased enrollment.

The main campus is located on 512 acres of

land with an additional 372 acre Experimental Farm four miles north of
the main campus (Southern University Catalog, 1977-79).

The physical

plant is worth more than seventy-two million dollars and the university
operates with an annual (1978) budget of $20,720,000.00.
Southern is one of the largest predominantly black universities
in the country.
of 8,095.

The Baton Rouge campus had an enrollment (Fall, 1977)

This includes 7,164 undergraduates, 747 graduates, 156 law

students, and 28 students who are jointly enrolled at LSU.
The faculty is comprised of 489 members, of which 53.1 percent
are males and 46.9 percent are females.

Moreover, according to rank,

16.4 percent are professors, 21.2 percent are associate professors,
38.9 percent are assistant professors, 21.2 percent are instructors,
and 1.4 percent are in the other category (e.g., laboratory assistant).
It has been traditional for students and faculty to develop
close relationships at the University.

Maybe, because the campus has

never had a fully developed and functional counseling program, faculty
members have had to play the role of confidant, counselor, and friend.
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Each university has its unique problems.

At Southern, one of

the major problems, with regard to faculty members, is salary.

Until

1977, Southern's faculty had gone without any substantial increase in
salary for approximately five years.

In the spring of 19/7( student

fees were increased to provide each faculty with a $400 increase in
salary.
1978.

This was followed by $1,500 in August, 1977 and $600 in August,
Moreover, in August, 1978 faculty members whose salaries did not

reflect their rank were given additional increases to bring them to the
salary level set by the University.

However, the average salary at

Southern still remains lower than any other state college in Louisiana
of its kind with the exception of Grambling State University (Southern
Regional Education Board State Data Exchange, 1977-78).

Instruments
Two instruments were used in this study.

The Job Description

Index (JDI) measured job satisfaction and the Life History
Questionnaire (LHQ) (see Appendix A) secured biographical
information.
The Job Description Index. The Job Description Index (JDI) was
constructed by Smith, Kendall, and Hulin (1969) with the idea of
developing a series of scales which would measure job satisfaction on
the job along three dimensions:

1) evaluative and description, 2) long-

and short-term time perspectives, and 3) separate aspects of the job.
The JDI takes into consideration both descriptive and evaluative
items.

Evaluative items includb

those items which ask the worker "How

good is your supervisor?" or "How good is your work?"
items, on the other hand, include

Descriptive

those items which ask the worker
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about very specific aspects of her job, such as the heat, the amount of
dirt present, or the length of the workcycle.
The authors were concerned about the time perspective the
workers used in evaluating their jobs.
long and short terra time referents.

Evaluations differ in terms of

For instance, usually a worker

selects a new job in the framework of a long-term time perspective,
whereas she takes a rest break in a short-term framework.
Due to the complexity of the concept of job satisfaction, it
would be difficult to measure it with a single operational measure.
Thus, the JDI uses multiple measures which covers the various aspects
of job satisfaction:
tions.

pay, work, supervision, co-workers, and promo

The JDI yields a score for each of these five individual scales

and a total job satisfaction score

is obtained by summing the scores

on all of the individual scales.

The authors considered job satisfaction to be a function of the
perceived characteristics of the job in relation to an individual's
frame of reference.

A frame of reference has two major features:

the general adaptation level (e.g., job alternatives and community
situations) and the end points or anchors of a person's subjective
continuum of alternatives (e.g., best and worst jobs).

Thus, the JDI

includes the different alternatives which workers bring into the job
situation and which they use in making judgments.

Several dimensions

of a person's frame of reference which were relevant to the scale are
descriptive to evaluative, long-to-short-term, and absolute to rela
tive frameworks.

All of these variables are confounded and correlated

in the JDI (Smith, Kendall, and Hulin, 1969).
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The JDI was developed to include mostly descriptively worded
items, rather than evaluative, because of their greater psychometric
desirability.

Words chosen for the adjective checklist came from a

study of available job satisfaction questionnaires, from the factor
\

analytic literature on job satisfaction, and from the authors' own
experiences.

The responses which can be made to the items are "yes,"

or "no."
Developing a scoring key for the inventory was a problem.

An

evaluative worded inventory can probably best be scored by means of an
ji priori key.

However, this method of scoring was not suitable for the

JDI because of the authors' concern for the influence of the respond
ents1 frame of reference and adaptation levels.
Before deciding on the direct scoring method several methods
were tried (triadic and diadic). However, the triadic and diadic
scoring procedures were not as effective in improving the performance
of the scales in several studies, as compared with the direct scoring
procedure.
JDI.

Thus, the direct scoring method is now used to score the

The direct scoring method was constructed using information on

the workers' anchor jobs.

An item was scored positively for all work

ers if it was endorsed more frequently for the best job than for the
worst job, and it was scored negatively for all workers if endorsed
otherwise.

The direct scoring method, In contrast to conventional pro

cedures of item analysis against total scores, is more sensitive to the
consensus of workers concerning anchor points and thus the frame of
reference used in evaluating jobs.
Several studies have been conducted to validate the JDI.

These

studies included:

1) the relation of interview data to JDI measures in

a student sample; 2) the relation of JDI measures to direct ratings of
satisfaction in a farmers' cooperative; 3) a field test of the final
version of the JDI in an electronic industry; and 4) a factor analysis
of JDI items for employees of a large bank.
conducted by the authors.

All of the studies were

In each study, validity was assessed by a

modification of the Campbell-Fiske (1959) model for establishing con
vergent and discriminant validity using cluster analysis or principal
component analysis.
follows:

Discriminant validity for each subscale is as

work-.81, pay and promotion-.68, supervision-.61, and

co-workers-.69.

Convergent validity for each subscale are:

work-.66,

pay and promotions-.50, supervision-.60, and co-workers-.62.

Generally,

these results indicate that the JDI measures possess very good discrim
inant and convergent validity (Smith, Kendall, and Hulin, 1969).
Reliability, as estimated by the Spearman-Brown formula, for each
subscale, is .80 and above.

Statistical analysis found no significant

order effect for the various scales (Smith, Kendall, and Hulin, 1969).
The normative sample for the five JDI scales included nearly
2,000 male and over 600 female workers.

The samples were obtained by

pooling employees across a total of 21 plants, representing 19 different
companies and 16 different Standard Metropolital Statistical Areas.

The

sample included mainly workers who were 35 years and over and had bluecollar and non-supervisory white collar positions (Smith, Kendall, and
Hulin, 1969).
In order to determine which variables would be used for normative
stratification the following selection procedure was used:

1) a
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variable was used for stratification if it has an influence on the sat
isfaction norms; and 2) if the overall pattern of this influence on the
five satisfaction scales differs from that of other variables being
used for stratification.

Thus, the personal characteristics selected

for stratification were sex, income, education, and job tenure.

Two

other variables which represent situational characteristics, community
prosperity and community decrepitude, were also used for normative
stratification (Smith, Kendall, and Hulin, 1969).
The Life History Questionnaire.

The second instrument, the

Life History Questionnaire, was constructed by the investigator to
secure biographical information.

All questions included in this instru

ment were written by the researcher or selected for useability from a
similar study of job satisfaction for women in higher education
(Benoit, 1976).

Procedure

Questionnaires were given to 400 faculty members.

A letter of

endorsement was provided by the Dean of Academic Affairs to insure sub
jects of the administration's approval of the research (See Appendix B).
A cover letter was included to provide background information regarding
the research (See Appendix C) . The questionnaires were completed by
the individual at his/her leisure and were picked up by the experi
menter five days later if they were completed.

Reminders were put in

the faculty mailboxes for two consecutive weeks thereafter asking them
to complete the questionnaires.
The subjects were assured that all information was confidential
and would be used solely for research purposes.
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Data Analysis
Percentages were computed to present a general description of
the subjects.

These were given for each of the items from the Life

History Questionnaire.
A 2 x 4 analysis of covariance, with age as the covariable, was
used to determine the effect of sex, rank, and age on job satisfaction
as measured by the JDI.

The dependent variable in this analysis was

overall job satisfaction and the Independent variables were sex of the
respondent (male or female), rank of the respondent (instructor,
assistant professor, associate professor, and professor), and age.
Moreover, an analysis of covariance was performed to determine the
effect of sex, rank, and age on each of the components of job satisfac
tion (work, pay promotion, supervision, co-workers).
One-way analyses of variance and correlations were used to deter
mine relationships between job satisfaction and various discrete and
continuous life history variables.

The JDI total score and scores for

each of the components of job satisfaction (work, pay, promotion, super
vision, co-workers) were the dependent variables in all cases.

A

separate analysis of variance was conducted on each discrete variable
(marital status, region of birth, region lived during the formative
years, highest degree, kind of institution for undergraduate and grad
uate work, region of graduate work, colce of a new career) which were
the independent variables.

Finally, Pearson product moment correlations

were computed among some of the continuous variables (number of child
ren, years at rank, years at institution, years of teaching at institu
tion of higher education, salary) and Spearman correlations for ranked
data were computed for the highest school level completed by parents.

RESULTS

Before reporting the major hypotheses tested in this investiga
tion, a general description of the sample will be presented.

These

results are based on the responses of 167 black faculty members from a
population of 351. A Goodness of Fit test was performed to determine the
representativeness of the sample frequencies to the population frequen
cies with respect to rank and sex.

The results indicate no significant

difference between those individuals responding to the questionnaires
and the population of black faculty members (X

2

= 2.97, df = 3,

50).

Thus, there is at least some evidence to indicate that the present
sample is representative of the population of all black faculty members
at Southern and, therefore, the results presented below can be general
ized to this population.
Table 2 presents the percentages of the subjects' responses to
the Life History Questionnaire.

The data indicate that 73.33% of the

respondents are married and 26.66% are not married.

The not married

category included divorcees, widows, separated, and single.

Since the

numbers for the various not married categories were so small, they were
collapsed to form one major category.

The same situation existed for

the region of birth and region lived during the formative years.

Such

a large number of births occurred in the South (138) that the other
regions were collapsed.
The results indicate that 50% of the respondents received termi
nal degrees while 50% received master's level degrees.
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An overwhelming

TABLE 2

Percentages of Responses to the Life History Questionnaire

Variables
Marital Status
Married
Single
Region of Birth
South
Other
Region Lived During
Formative Years
South
Other
Highest Degree Earned
PhD, JD, D.Ed.
M.A. or M.S.
Undergraduate Institution
Black
White
Graduate Institution
Black
White
Region of Graduate Work
South
Midwest
West
Great Lakes
Northeast
Would you choose the
same career again?
Yes
No

Percentage

73.33
26.66
84.66
15.33

84.24
15.75
50.00
50.00
85.62
14.37
23.49
76.50
48.07
16.67
6.41
11.54
17.31

79.64
20.35

Variables
Applied to Other
School for Employment
Yes
No
New Career Choice
Industry
Engineering
Medicine
Law
Uncertain
Other
Reason for Choice
More money
More opportunities
Se1f-employment
Interesting
Other
Do you Lower Grading
Scale?
Yes
No
Academic Performance
of Students
Very Dissatisfied
Dissatisfied
Undecided
Satisfied
Very Satisfied

Percentage

45.67
54.32
32.35
14.71
11.76
2.94
2.94
35.29
51.72
10.34
6.90
13.79
17.24

14.90
85.09

8.87
41.43
15.38
32.54
1.77

TABLE 2 (Continued)

Variables

Percentage

Variables

Counsel with Students
Yes
No

84.43
15.56

Reasons for Working
at Southern
Interest in Students

First
28.21

Second
18.58

Third
4.84

Location

12.32

23.89

29.03

Institution Itself

4.49

16.81

4.84

Challenging

5.13

4.42

9.68

Salary

3.85

4.42

9.68

Recruited

6.41

1.77

6.45

Spouse-teaching

2.56

.88

1.61

Research Opportunities or
Area of Specialization
8.97

8.85

8.06

Alma Mater

5.13

3.54

9.68

New Career or Promotion

1.28

0.00

1.61

University Level

6.41

4.42

3.23

14.74

12.39

11.29

156

113

62

Satisfaction with
Counseling
Very Dissatisfied
Dissatisfied
Undecided
Satisfied
Very Satisfied

.68
1.36
5.44
51.02
41.49

Other
Total Number of
Responses

to
'-J
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percentage (85.62) received their undergraduate degree from predomi
nantly black institutions.

However, most of the respondents (76.50%)

had done their graduate work at predominantly white institutions.
Moreover, many of these institutions were located in the South (48.07%).
Respondents were asked whether or not they would choose the same
career again if they could start over.

Severty-nine percent indicated

they would again choose teaching as a career.

Of those indicating they

would pursue a different career, the largest group (32.35%) chose
industry.

Money was the most frequently given reason (51.72%) for this

choice.
There was not much difference between the percentage of indivi
duals who had applied to other schools for employment and those who had
not.

The percentages, in order, were 45.67 and 54.32.

varied for working at Southern.

The reasons

However, the major reasons were:

1) interest in the students, 2) location, and 3) the institution itself.
Several items were concerned with the faculty members' satisfac
tion with the students per se.

Approximately 50% of the respondents

expressed dissatisfaction with the performance of their students,15.38%.
were undecided, while 34.31% were satisfied with their students1 per
formance.

Even though one-half of the respondents expressed dissatis

faction with their students, the majority (85%) did not lower their
grading scale.
A large majority (84.43%) of the respondents counsel with stu
dents about their personal problems and over 90% are satisfied with
this expenditure of time.
Table 3 presents the means and standard deviations, when
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TABLE 3

Means and Standard Deviations of Continuous
Variables from the Life History Questionnaire

Variables

Mean

Standard Deviation

Number of Children

1.84

1.61

Years at Rank

7.10

5.35

Years at Institution

12.58

8.45

Years at Institution
of Higher Learning

14.31

9.31
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applicable, for each of the continuous variables from the Life History
Questionnaire.

The respondents had an average of 1.85 children.

The

respondents had been at their present rank at Southern University for an
average of seven years, at the institution for 12Jg years, and at an
institution of higher learning for 14 years.
Having presented a general description of the black faculty mem
bers at Southern, the following data will deal with hypothesis testing.
A total of six dependent variables were analyzed in order to
investigate the experimental hypotheses.

The dependent variables were

total or overall job satisfaction and the five aspects of job satisfac
tion from the JDI:

work, pay promotion, supervision, and co-workers.

The independent variables were sex, rank, and age In each analysis.
It was hypothesized that 1) male faculty members would have more
overall job satisfaction than female faculty members, 2) overall job
satisfaction would increase with age, and 3) job satisfaction would
increase with rank.
An analysis of covariance, using the total job satisfaction
score, was performed to assess these hypotheses.
fied by sex and rank are presented in Table 4.

The cell means classi
The results of the anal

ysis Indicated that significance was not present at the .05 level for
any of the independent variables.

Neither the main effects for sex,

rank, nor age were significant nor the interaction effect of sex x rank.
Thus, sex, rank, and age did not significantly affect overall job satis
faction in this investigation.

Table 5 presents the relevant data.

Predictions were not made for the specific aspects of job satis
faction (work, pay, promotion, co-workers, supervision) with regard to

TABLE 4

Sex x Rank Cell Means for Components of Job Satisfaction
and Overall Job Satisfaction

Work

Pay

Promotion

Supervision

Co-workers

Overall

Hales

Professor
Associate Prof.
Assistant Prof.
Instructor

40.33
38.18
39.05
44.06

18.38
15.60
13.29
25.59

25.40
25.16
14.09
10.08

38.78
38.62
40.70
41.53

41.56
38.65
40.96
38.70

164.48
156.23
148.10
159.99

Females

Professor
Associate Prof.
Assistant Prof.
Instructor

32.47
38.34
35.84
31.10

16.99
21.52
15.81
12.38

29.67
18.87
14.40
10.60

37.55
38.63
42.30
39.66

36.38
36.31
33.74
37.01

153.09
153.69
142.11
130.77
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TABLE 5
Analysis of Covariance for Overall Job Satisfaction
Source

df

MS

Sex
Rank
Sex x Rank
Age
Error

1
3
3
1
150

4493.89
1372.21
793.55
0.00
1815.49

Total

158

F
2.48
0.76
0.44
0.00
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the independent variables.

However, separate analyses of covariance

were performed for each aspect.

The cell means for all of these analyses

classified by sex and rank are presented in Table 4.
The analysis of covariance for the work aspect is presented in
Table 6.

The results indicate a significant main effect for sex, ]?

(1, 150)= 9.61, £ L *01*

T^e mean level of satisfaction with work for

males and females were 40.41 and 34.44, respectively.

These means indi

cate a higher level of satisfaction with the work itself for males than
for females.
A summary of the analysis of covariance for satisfaction with
pay is presented in Table 7.

This analysis indicates a significant sex

x rank interaction, I? (1, 150) = 3.17, £ !_ .05.
relevant cell means.

Table 8 presents the

Duncan's Multiple Range Test for each of the four

ranks and two sexes indicate that male instructors are significantly
more satisfied (.05) with their pay than male assistant professors and ‘
female instructors.

Also, pay satisfaction tends to increase with age.

The analysis of covariance for satisfaction with promotion is
presented in Table 9.

The results indicate a significant main effect

for rank, I? (1, 150) = 5.27, £ /_ .01.

The mean level of satisfaction

with promotion for professors, associate professors, assistant profes
sors, and instructors are 27.54, 22.01, 14.24, and 10.34, respectively.
Duncan's Multiple Range Test of comparisons between the means indicate
that professors are significantly (.05) more satisfied than the other
ranks regarding promotion.
The results of the analyses of covariance for satisfaction with
co-workers and supervision revealed no significant differences.

These
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TABLE 6
Analysis of Covariance for Satisfaction with Work
df

MS

Sex
Rank
Sex x Rank
Age
Error

1
3
3
1
150

1060.50
17.64
206.50
4.30
110.38

Total

158

Source

9.61**
0.16
1.87
0.04
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TABLE 7
Analysis of Covariance for Satisfaction with Pay
Source

Sex
Rank
Sex x Rank
Age
Error

*£

df

MS

F

1
3
3
1
150

70.66
175.69
396.26
523.02
124.99

0.57
1.41
3.17*
4.17*

L -05

TABLE '8
Cell Means for the Interaction of
Sex x Rank for Satisfaction with Pay

Sex

Rank
Male

Female

Professor

18.38

16.99

Associate
Professor

15.60

21.52

Assistant
Professor

13.29

15.81

Instructor

25.59

12.38
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TABLE 9

Analysis of Covariance for Satisfaction with Promotion
Source

df

MS

F

Sex

1

2.67

Rank

3

1323.33

Sex x Rank

3

158.22

0.63

Age

1

390.96

1.56

150

250.93

Error

**p / .01

0.01
5.27**
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results are presented in Tables 10 and 11.

The results show satisfac

tion with co-workers and supervision to be not significantly affected by
sex, rank, and age in this investigation.
Table 12 presents the analyses of variance summaries for respons
es to the Life History Questionnaire for satisfaction with work.

The

results indicate satisfaction with work to be significantly affected by
the choice of a different career, _F (1, 165) = 10.96, £ {_ .01.

The

means, in order, for respondents who would choose teaching again as a
career and respondents who would choose a different career are 38.59 and
31.94.

Respondents who would choose the same career are more satisfied

with the work itself than respondents who would choose a different
career.
The results presented in Table 13 indicate satisfaction with pay
to be significantly related to the choice of a differenct career, _F
(1, 165) = 10.95, 2. L

means for respondents who would choose

a different career are 18.04 and 10.64, respectively.

Respondents who

would choose the same career are more satisfied with pay than respond
ents who would not choose the same career.
Table 14 indicates that several variables from the Life History
Questionnaire were significantly related to promotion.

They are:

the

level of education, _F (1, 162) = 12.83, £ f_ .01; the kind .of institu
tion at which graduate work was done, If (1, 164) = 7.88, £ j_ .01; and
whether or not the respondent wanted to change his/her career, jf
(1, 165) = 4.17, £<.05.
The means for higher levels of education (PhD, JD, DEd) and lower
levels (MA or MS) are 23.26 and 14.34, respectively.

Respondents with
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TABLE 10

Analysis of Covariance for Satisfaction with Co-workers
df

MS

F

Sex
Rank
Sex x Rank
Age
Error

1
3
3
1
150

501.96
17.50
61.95
10.92
192.49

2.61
0.09
0.32
0.06

Total

158

Source

TABLE 11
Analysis of Covariance for Satisfaction with Supervision
Source

Sex
Rank
Sex x Rank
Age
Error

Total

df

1
3
1
150

MS

F

4.09
91.07
21.64
72.73
204.60

0.02
0.45
0.11
0.36
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TABLE 12
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Satisfaction with Work

df

MS

Marital Status
Error

1
163

206.69
116.58

1.77

Region of Birth
Error

1
161

56.60
116.61

0.49

Region Lived During
Formative Years
Error

1
163

136.74
116.93

1.17

Level of Education
Error

1
162

23.43
118.08

0.20

Kind of Institution
for Undergraduate Work
Error

1
165

19.95
116.49

0.17

Kind of Institution
for Graduate Work
Error

1
164

148.29
116.05

1.28

Region of Graduate Work
Error

4
151

83.10
118.67

0.70

Choice of New or
Same Career
Error

1
165

1198.46
109.35

Source

**£

£ .01

10.96**
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TABLE 13
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Satisfaction with Pay

Source

df

MS

Marital Status
Error

1
163

41.06
145.74

0.28

Region of Birth
Error

1
161

197.47
146.21

1.35

Region Lived During
Formative Years
Error

1
163

409.99
143.48

2.86

Level of Education
Error

1
162

357.09
140.91

2.53

Kind of Institution
for Undergraduate Work
Error

1
165

35.64
144.09

0.25

Kind of Institution
for Graduate Work
Error

1
164

60.38
142.50

0.42

Region of Graduate Work
Error

4
151

68.85
145.13

Choice of New or
Same Career
Error

1
165

1482.00
135.33

**£ /. .01

0.47

10.95**
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TABLE 14
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Satisfaction with Promotion

Source

df

MS

Marital Status
Error

1
163

1.11
274.59

0.00

Region of Birth
Error

1
161

581.92
274.25

2.12

Region Lived During
Formative Years
Error

1
163

7,82
274.70

0.03

Level of Education
Error

1
162

Kind of Institution
for Undergraduate Work
Error

1
165

335.65
270.34

1.24

Kind of Institution
for Graduate Work
Error

1
164

2054.90
260.72

7.88**

Region of Graduate Work
Error

4
151

270.68
267.67

1.01

Choice of New or
Same Career
Error

1
165

1107.51
265.67

4.17*

L

**£.
•01
*p I .05

3267.21
254.68

12.83**
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terminal degrees are more satisfied with promotion than subjects not
having terminal degrees.

The means for respondents attending a predomi

nantly black institution are 20.50 and 12.20, respectively.

Respondents

who attended predominantly white institutions are more satisfied with
promotion than respondents who attended predominantly black institutions.
The means for satisfaction with promotion for respondents who. would
choose a new career and those respondents who would not choose a new
career are 19.92 and 13.52, respectively.

Thus, the results indicate

that respondents who would choose teaching again as a career were more
satisfied with promotion than subjects who would not choose teaching as
a career.
Table 15 presents the analyses of variance summaries for respons
es to the Life History Questionnaire for satisfaction with supervision.
The results indicate region of birth (south vs. other) to have a signi
ficant influence on satisfaction with supervision, I? (1, 161) = 5.18,
£ <.05.

The means for satisfaction with supervision for subjects born

in the south and subjects born in regions other than the south are 40.72
and 34.04, respectively.

These means indicate that respondents born in

the south are more satisfied with supervision than respondents born in
other regions of the country.
Similarly., the analysis of variance for the effect of region one
lived during one's formative years on satisfaction with supervision
indicates significance, I? (1, 163) = 5.15, £ <.05.

The means for satis

faction with supervision for subjects whose formative years were spent
in the south and for subjects whose formative years were spent in other
regions of the country are 40.90 and 34.26, respectively.

Thus, sub

jects whose formative years were spent in the south have a higher level
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TABLE 15
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Satisfaction with Supervision

Source

df

MS

Marital Status
Error

1
163

63.69
199.28

0.32

Region of Birth
Error

1
161

978.86
189.13

5.18*

Region Lived During
Formative Years
Error

1'
163

964.89
187.34

5.15*

Level of Education
Error

1
162

297.81
198.73

1.50

Kind of Institution
for Undergraduate Work
Error

1
165

51.29
198.43

0.26

1
164

113.28
. 198.01

0.57

Region of Graduate Work
Error

4
151

179.06
199.79

0.90

Choice of New or
Same Career
Error

1
165

7.07
198.70

0.04

Kind of Institution
for Graduate Work
Error

1. *05
%
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of satisfaction with supervision than subjects whose formative years
were spent in other parts of the country.
Table 16 presents the analysis of variance summaries for respons
es to the Life History Questionnaire for overall job satisfaction and it
indicates the influence of a new career choice on overall job satisfac
tion.

Even though the choice of a new career was not significantly relat

ed to satisfaction with supervision and co-workers, it was significantly
related to overall job satisfaction, IT (1, 165) = 8.67, £ f_ .01.

As

expected, respondents who would choose teaching again as a career have a
higher level of overall job satisfaction (154.96) than respondents who
would choose a different career (130.97).
*

The other variables from the Life History Questionnaire:

marital

status, kind of institution for undergraduate work, and region of gradu
ate work, were not found to have a significant influence on overall job
satisfaction nor any of the aspects of job satisfaction.

Moreover, none

of the variables from the Life History Questionnaire significantly
affected satisfaction with co-workers,

liie relevant data are presented

in Table 17.
Correlational analyses were performed for each of the continuous
life history variables.
Table 18.

The data for these analyses are presented in

The results indicate the correlation between the number of

children of the respondents to be significantly related to satisfaction
with co-worker, j: = 0.16, £ j_ .05.

As the number of children increases,

the more satisfied the respondent is with his/her co-workers.
The number of years the respondent had been at an institution of
higher learning is significantly related to pay satisfaction, _r = 0.24,
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TABLE 16
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Overall Job Satisfaction

Source

df

MS

Marital Status
Error

1
163

1230.59
1902.48

0.65

Region of Birth
Error

1
161

717.57
1921.44

0.37

Region Lived During
Formative Years
Error

1
163

1902.72
1900.00

1.00

Level of Education
Error

1
162

3366.15
1888.50

1.78

Kind of Institution
for Undergraduate Work
Error

1
165

303.59
1891.03

0.16

Kind of Institution
for Graduate Work
Error

1
164

3967.84
1851.09

2.14

Region of Graduate Work
Error

4
151

1821.91
1865.82

0.98

Choice of New or
Same Career
Error

1
165

15595.97
1798.35

**<2.1 -01

8.67**
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TABLE 17
Analyses of Variance Summaries for Responses to the
Life History Questionnaire for Satisfaction with Co-workers

Source

df

MS

Marital Status
Error

1
163

450.26
188.75

2.39

Region of Birth
Error

1
161

683.97
186.31

3.67

Region Lived During
Formative Years
Error

1
163

571.65
185.87

3.08

Level of Education
Error

1
162

31.61
189.68

0.17

Kind of Institution
for Undergraduate Work
Error

1
165

342.12
187.22

1.83

Kind of Institution
for Graduate Work
Error

1
164

167.23
187.85

0.89

Region of Graduate Work
Error

4
151

75.76
195.36

0.39

Choice of New or
Same Career
Error

1
165

250.57
187.78

1.33

TABLE 18

Correlation Coefficients of Continuous Variables from
the Life History Questionnaire for Work, Pay, Promotion,
Supervision, Co-workers, and Overall Job Satisfaction

Work
r_

Pay

Promotion

Supervision

£

_r

r_

Co-Workers

x_
0.16*

Overall
r

Number of Children

0.13

-0.05

-0.06

-0.10

0.01

Years at Rank

0.00

0.10

-0.07

-0.05

-0.00

-0.01

Years at Institution

0.07

0.12

0.00

-0.02

0.12

0.08

Years at Institution
of Higher Learning

0.09

0.24**

0.05

-0.00

0.15*

0.15*

Salary

0.11

0.26**

0.23**

-0.12

0.04

0.16*

**£/. *01
*£ i ,05

Ln
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£ j_ .01, co-workers satisfaction, r_ = 0.15,
satisfaction, :r = 0.15, _p j_ .05.

.05, and overall job

Thus, as the number of years the

respondent has been at an institution of higher learning increased, so
did overall job satisfaction, as well as satisfaction with pay and
people.
Salary level was found to be significantly related to satisfac
tion with pay, _r = 0.26,

/_ .01, satisfaction with promotion, x_ = 0.23,

£ j_ .01, and overall job satisfaction, r_ =» 0.16,

j_ .05.

Increases In

pay resulted in increased overall job satisfaction and increased satis
faction with pay and promotion, in particular.
Spearman correlations for ranked data were performed to determine
the relationship between the various aspects of job satisfaction and the
highest level of education completed by the respondents' mother and
father.

The correlation coefficients presented In Table 19 indicate

that the highest level of education completed by the respondents' parents
are not significantly related to overall job satisfaction, nor to any of
the aspects of job satisfaction.

TABLE 19

Correlation Coefficients for Ranked Data from the
Life History Questionnaire for Work, Pay, Promotion,
Supervision, Co-workers, and Overall Job Satisfaction

Work

Pay

Promotion

Supervision

Co-workers

Overall

_r
Mother's Level
of Education

-0.04

0.08

0.09

0.10

0.08

0.13

Father's Level
of Education

-.0.05

0.12

0.12

0.09

0.07

0.12

Ui
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DISCUSSION

The discussion will include:

1) a description of the faculty,

2) the significance of the job satisfaction findings, and 3) the influ
ence of life history variables on job satisfaction.

Description of the Faculty
Benjamin Mays (1978) notes, that when he went to a predominantly
black college, he found black teachers who were competent and had a
special interest in black students.

In Thompson's study (1960), the

black faculty members were described as a select group of intellectuals.
The results of the present investigation provide additional support for
the finding that black faculty members are a select and competent group
dedicated to educating black youths.
The selectivity of black faculty members as a group, according
to Thompson (1960), is indicated by:

1) the low economic status of

their families when PhD's usually come from families with higher in
comes, 2) inadequate pre-professional training which implies that they
had to study harder in graduate school than those students with ade
quate training, and 3) the -fact that only five or six black college
graduates of every 100 ever get a master's degree, and only one in 1000
ever receives the doctorate degree.

More recent data indicate that

between the period 1973-75, native born whites received 73% of the PhD's
whereas blacks received 2.8%.

Thus, in spite of these substantial han

dicaps, half of the faculty members in this study had master's degrees
60
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and half had terminal degrees.
Further evidence of the competency of these faculty members is
that despite the fact that a majority of the faculty members had com
pleted their undergraduate work at predominantly black institutions,
which are usually described as academically deficient, these indivi
duals had gone on to advanced levels of education and successfully
competed with white students at major universities throughout the
country.
Being the select and competent group that they are, these faculty
members demand the same degree of excellence from their students.
Approximately one-half of the faculty are dissatisfied with the academic
performance of their students and, yet, they refuse to lower their
grading scale.

Previous studies with teachers in predominantly black

elementary schools (Spillane, 1974) and colleges (Thompson, 1960) also
indicate that teachers are dissatisfied with the academic performance
of their students.

However, unlike Thompsons study (1960), these

faculty members did not lower their grading scale.

This is an indica

tion that the faculty of Southern University is committed to the idea
that the first order of business for any institution of higher learning
is academic excellence.
Moreover, these faculty members are concerned about the educa
tion of black students in particular.

The reason most frequently given

for working at the University was because of the students.

Many

respondents actually indicated the ethnic or disadvantaged background
of the student as their main reason for teaching at Southern University.
This feeling of altruism could be due to the fact that many of the
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present faculty members graduated from college during the middle 1960s
when the general atmosphere in our society was that of "activism.''

The

feeling of "activism" probably began with the Kennedy administration in
which "getting involved" was emphasized (Sorensen, 1969).

Also, the

black pride movement was gaining momentum (Poussaint, 1978).

Conse

quently, black youths became involved by attempting to upgrade the con
ditions of other blacks (Kerner Report, 1968).

Given that many of the

present group of faculty members were completing their graduate studies
at this time, they responded to the movement by dedicating themselves
to the teaching of black college students.
The results further support the contention of the faculty mem
bers' dedication to the students by the fact that a large percentage of
the faculty counsel with students about personal problems and almost
all of them are satisfied with this expenditure of time.
a tradition in black schools (Thompson, 1978).

This has been

Many college administra

tors insist upon this because otherwise far too many of the academically
disadvantaged students would be unable to keep up with their classwork.
These private sessions provide excellent opportunities for students to
grasp difficult subject matter, to acquire knowledge about how to sur
vive and succeed in their society, and to discuss personal non-school
related problems (Thompson, 1978).

Job Satisfaction
There is a paucity of research regarding the job satisfaction of
black workers in general and those in academics in particular.

There

fore, this investigation was conducted to determine similarities and
differences between the job satisfaction of black and white workers and
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to assess job satisfaction in an academic setting.

Since only blacks

were used in this study, comparisons will be made with findings from
previous research which included white workers.
The major hypotheses advanced in the introduction were not sup
ported in this research.

The data did not support the hypotheses that:

1) male faculty members would have more overall job satisfaction than
female faculty members, 2) overall job satisfaction would increase with
age, and 3) job satisfaction would increase with rank.

Several reasons

can be given regarding this lack of support.
First, since the JDI was designed primarily to measure the var
ious aspects of job satisfaction, it may be less sensitive to the
factors which influence overall job satisfaction.

This contention is

supported by the finding that the independent variables did influence
the level of satisfaction with the various components of overall job
satisfaction (e.g., work, pay, promotion), while they did not influence
overall job satisfaction in this study.
Secondly, a lack of support for the major hypotheses could be
due to the fact that the JDI was standardized using samples mainly from
industrial and business settings.

Consequently, some of the items may

have been unsuitable for an academic population.

Even though the major

hypotheses were not supported, several findings were significant.
A significant finding was that males were more satisfied with the
work itself than females.

Previous research (Kuhlen, 1963; Centers and

Bugental, 1966) suggests that work is psychologically more central to
men than women and that males place more emphasis on self-expression in
their work than females.

In the "Work in America" report (1973), it

states that women derive the same intrinsic satisfaction from work as
do men when these rewards are available.

The findings of the present

research indicate that the same intrinsic rewards were available to
these female faculty members as to the males. However, males were more
satisfied with the work itself than the females.

These differences may

be due to the sex-role conflicts experienced by the females.
majority of these women were married and had children.

The

Past research

(Mayfield and Nash, 1975) indicates that 42% of the female faculty mem
bers experienced conflicts about the time they devoted to their career
versus the time they devote to their family.

Thus, it is possible that

the females in the present investigation were not as satisfied with
their work as men because of these same kinds of sex-role conflicts.
Another significant finding was that satisfaction with pay was
found to increase with age.

This is to be expected since as one gets

older it usually means one has been on the same job longer and has risen
in rank, which in turn, means more money.

Correlation coefficients in

this study also indicate that as salaries increase there is an increase
in satisfaction with pay.
Another finding, which is to be expected, is that the rank of
the faculty member influences satisfaction with promotion.

Other re

search indicates that higher occupational levels (Hoppock, 1935) and
rank (Herzberg, et al., 1959)
tion.

results in higher levels of job satisfac

Thus, it seems reasonable that the professors in this study would

be the most satisfied with promotion since they have achieved the high
est promotion within the University.
An interesting finding was that faculty members born and reared

in, the south are more satisfied with their supervisors than those
faculty members who were born and reared in other parts of the country.
It seems reasonable to assume that many of the supervisors would be
southerners since almost 85% of the faculty were b o m and reared in the
south.

Southerners have a tradition of doing certain things.

It is

possible that faculty members who are southern born and reared may be
able to identify with, relate to, and understand these traditions more
easily than those faculty members from other parts of the country.
Northerners may not be as accepting or understanding of these southern
traditions which resulted in less satisfaction with supervision.

Fur

ther research could be done that examines geographical or cultural
factors which influences overall job satisfaction or its components.

Life History Variables
Several life history variables were related to job satisfaction.
The results indicate that the most consistent variable influencing job
satisfaction was whether the respondent would choose a new career or
remain in teaching.

According to the "Work in America" report (1973),

one of the most reliable single indicators of job dissatisfaction has
been whether or not the worker would choose the same kind of work if he
or she could start all over again.

In that survey, 93% of urban univer

sity professors indicated they would choose the same kind of work.
was the highest percentage of all the occupations listed.

This

Approximately

80% of the faculty members in the present investigation would choose the
same career compared to 86% chemists, 82% journalists, 75% solo lawyers,
52% skilled printers, and 31% textile workers in the "Work in America"
report (1973).

This is an indication that generally the faculty at

Southern University are satisfied with their jobs.
Furthermore, the results provide evidence to support the reli
ability of this variable as a measure of job dissatisfaction.

Those

faculty members who would choose a different career if they could
start over again were less satisfied with their work, pay, promotion,
and overall job satisfaction than those faculty members who would
again choose teaching as a career.
Several of the life history variables were significantly corre
lated with overall job satisfaction and its components.

However, the

correlation coefficients were low (e.g., .15, .25, .26), but signifi
cance was attained due to the fact that the sample was large.

Thus,

even though statistical significance was attained, the author chooses
not to dwell on these because of their low practical importance.

Suggestions for Future Research
The present research could be extended to include comparisons of
black and white faculty members in both predominantly white and predom
inantly black universities.

These comparisons would help to determine

the plausibility of the explanations postulated in the present research.
More specifically, it could be determined whether some of the findings
in this research are due to the fact that the faculty members were
working in a predominantly black school or were a result of some other
factors.

In addition it would be interesting to determine the level of

job satisfaction of white faculty members in predominantly black schools
compared to those working in predominantly white schools.

Moreover,

the sample of faculty members should be enlarged in order that broader
generalizations can be made.

An instrument should be designed which would more accurately
measure job satisfaction in academic settings.

It appears that the cur

rent instruments are designed primarily for use in industry or business
Since the nature of the work in academia and these other settings are
so different it seems reasonable to develop an instrument which would
better assess job satisfaction in each setting.
It has been demonstrated that some life history variables are
related to job satisfaction.

Thus, more of these variables could be

used in the assessment instrument.

Specifically, cultural items could

be included in these assessment instruments.

In so doing, a more com

prehensive measure of the factors contributing to job satisfaction and
job dissatisfaction will be obtained.
Future research which takes Into consideration the above sugges
tions could be helpful to school administrators in both their recruit
ment procedures and the handling of grievances with their present
faculty staff.
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Life History Questionnaire

Biographical Background
1.

What is your sex?

(Check One) :

2.

What is your race?

(Check One):
Black

3.

What is your age?

4.

What is your marital status'?

Male______ Female

White

Other

_______ years at last birthday.
(Check One):__Married______

Single_______ Divorced_______ Separated________
Widowed_______
5.

How many children do you have?

6.

In what state were you born

7.

_______
*_________________________

In what state did you live when you were between the ages
12-16 years old?

______________________________________

Family Background
8.

What was the highest school level completed by your parents
Mother

Father

Less than 7th grade..............................
7th to 9th grade . . . . . . . . . . . . . ________
Some high school but did not graduate. . .________
(Completed 10th to 11th)
Vocational training but did not graduate
from high school............................
High school graduate or high school
equivalent (e.g., GED)......................
Technical training after high school
graduation......................... ......
Some college but did not graduate
(at least 1 full year).............. ......
College graduate (Bachelor’s degree. . . .________
Graduate or professional degree.......... ........

......
______
______

Educational Background
9.

What is your highest degree?

......
......
......
......
______
......
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10.

Where did you do you undergraduate work?
Predominantly Black institution _______
Predominantly White institution _______

(Check One)

11.

Where did you do your graduate work? (Check One)
Predominantly Black institution _______
Predominantly White institution _______

12.

In what state did you do your graduate work?

Vocational Experience
13.

What is your academic rank?
Instructor _______
Assistant Professor _______
•Associate Professor _______
Professor _______
Other _______

(Check One)

14.

How many years have you been at this rank? _______

15.

How many years have you been at this institution? ________

16.

How many years
education?

17.

Did you apply to any other school besides Southern for
employment? (Check One) Yes_______ No_____ _

18.

Why did you want to teach at Southern?
importance)

have you taught at an institution of higher

(List in order of

a.
b.
c.
19.

20.

What is your salary
Less than $10,000
$10,000 to $12,499
$12,500 to $14,999
$15,000 to $17,499
$17,500 to $19,999
$20,000 or more

for 9 months?
_______

(Check One)

_______
_______
_______
_______

If you had to start your career over, would you be a college
faculty member?
Yes_______ No_______
If your answer is No, what would you choose?_______________
Why? _____________________________________________________
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Student-Faculty Relations

21 .

Generally, how satisfied are you with the academic perform
ance of your students?
Very
Dissatisfied Dissatisfied
Very Satisfied:Satisfied

22 .

Generally, do you lower the grading scale in your classes
from that set by the University? Yes________ No_______

23,

Do students seek counseling from you about personal
problems? Yes ____ No_______
If your answer is Yes, how satisfied are you with this
expenditure of time?
Very
Very Satisfied:Satisfied:
?
:Dissatisfied:Dissatisfied

APPENDIX B
LETTER OF ENDORSEMENT
by

DEAN OF ACADEMIC AFFAIRS AT SOUTHERN UNIVERSITY

78

S

o u t h e r n

U

n iv e r s it y

S O U T H E R N B R A N C H P O S T O F F IC E

79

BATON ROUGE. LOUISIANA

OFFICE FOR ACADEMIC AFFAIRS

December 6, 1978

Dear Colleagues:

Mrs. Murelle Harrison is engaged in a very important and
relevant piece of research for which she has asked our assistance.
I deem her work as potentially valuable in the area and I am,
therefore, asking you to please cooperate with her by executing and
returning a questionnaire which will be sent to you in this
connection.
Thank you in advance for your cooperation.
Sincerely yours

hr~€obby-Vice
hr~€obbyVice Chancellor
for Academic Affairs
j
/k
xc:

Mrs. Murielle Harrison
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PLEASE NOTE:
In all cases this material has been filmed in the best possible
way from the available copy. Problems encountered with this
document have been identified here with a check mark v00, .
1. Glossy photographs _ _ _ _ _ _
2. Colored illustrations _ _ _ _ _ _
3. Photographs with dark background _ _ _ _ _ _
'4. Illustrations are poor copy_ _ _ _ _ _
5. °rint shows through as there is text on both sides of page ______
6. Indistinct, broken or small print on several pages

throughout

7. Tightly bound copy with print lost in spine _ _ _ _ _ _
8. Computer printout pages with indistinct print _ _ _ _ _ _
9. Page(s)
_ _ _ _ lacking when material received, and not available
from school or author _ _ _ _ _ _
10. Page(s) _____ seem to be missing in numbering only as text
follows _____
11. Poor carbon copy_ _ _ _ _ _
t

12. Not original copy, several pages with blurred type _ _ _ _ _ _
13. Appendix pages are poor copy _ _ _ _ _ _
14. Original copy with light type _ _ _ _ _ _
15. Curling and wrinkled pages _ _ _ _ _ _
16. Other___

University
M icrofilm s

International

300 N Z£E= RD.. ANN A R3Q R Ml *18106 '3131 761-4700

Cover Latter Accompanying Question.iai.res
Hy name is Murelle Harrison.

I am interested in studying

employees feelings toward their work situation.

Thus, I am doing

my Ph.D. dissertation on Job satisfaction of faculty members but
I cannot complete it without *our help.

I would very much appreciate

your cooperation.
This research will also be the first extensive study of Jobsatisfaction at Southern University.

The enclosed Job Description

Index elves you an opportunity to sav now you perceive your Job,
Wo wll'l all benefit from this study for by communicating your feeling
about your work wo will know how to lmorove the work environment
of the faculty.
As vou can see by his cover letter, Dr. Cobb. 1# in support
of this study.

Xet, no administrator or member of the Southern

University system will see any of the questionnaires.
them onlv what the faculty

I will tell

jj grout think about thel£- work.

Individual responses will be completely anonymous and confidential.
I will be the only person to have access to the questionnaires.
If the results are to be valid and useful, It is necessary that
everv member who receives a questionnaire would.fill it out.

four

name was picked bv chance fron among the members of the Southern
Unlversitv faculty.
selected.

Every member had an eauel chance of being

Tour name Just happened to be chosen at random.

Please do not sign vour name.

These questionnaires are

anonv.PDus to help insure that you answer it the wav vou really feel.
Please do not discuss it with others for wo want onlv vour answer.
It is important for the research that every question- be
answered, but if there are any questions you fool you do not
want to answer, vou are not required to do so.

I rsally need

your help with this dissertation and this will only take about
twentv minutes of your time.
I will nick

up

the questionnaires in 5 days.

Thank you

verr muoh for your aseiBtanoe,

Sincerely,

Kurelle Harrison
Aset, Professor of Peycholc^

VITA

Murelle Guidry Harrison was born in Lafayette, Louisiana on
June 27, 1948 and graduated from Phyllis Wheatley High School In 1965.
She was valedictorian of her class.

She enrolled at Southern

University on a T. H. Harris Scholarship and was later awarded a Ford
Foundation Grant.

She received her Bachelor of Science degree in

Psychology cum laude in 1969.
In the fall of 1969, she entered graduate school at Michigan
State University and was awarded the Masters of Arts degree in Social
Psychology in 1971.

During that time, she taught seminars in the

Department of Education.
Murelle became an instructor in the Department of Psychology
at Southern University in 1971.

She entered Louisiana State Univer

sity in 1973 and joined the faculty there for one year in 1974.

She

returned to Southern University in 1976 as an assistant professor and
there she remains.

The Doctor of Philosophy degree is anticipated in

December, 1979.
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